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Abstract 
This study analyzed direct and indirect effects of emotional intelligence on occupational stress, job 
satisfaction, and organizational commitment. On the basis of previous studies, one exogenous variable 
(emotional intelligence) and three endogenous variables, i.e. occupational stress, job satisfaction, and 
organizational commitment were analyzed through Path Analysis method. The participants were 234 
employees in an Iranian organization. They were chosen through proportional stratified sampling. The 
results of the study indicate that emotional intelligence does not have any direct and indirect effects on 
occupational stress, job satisfaction, and organizational commitment. Moreover, occupational stress not 
only has a direct negative effect on job satisfaction, it also has an indirect negative effect on 
organizational commitment. Job satisfaction has a strong direct positive effect on organizational 
commitment. The mediatory role of job satisfaction in the effect of occupational stress on organizational 
commitment is confirmed in the study. 
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Introduction 
Organizational commitment, as shown by two decades of research, is considered an important predictor for some 
positive and negative outcome variables (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002). They believe that 
Employees with strong affective commitment to the organization perform better than those with lower levels of 
affective commitment. It is positively related with employees’ motivation, job performance, and job satisfaction, and 
negatively related with absenteeism and turnover, as well as stress (Mathieu and Zajac, 1990). Uncommitted 
employees not only had the lowest level of acceptance of organizational values, but they also felt alienated from the 
organization. (Scarborough and Somers, 2006).Salovey and Mayer (1990, p. 189) define emotional intelligence as 
“the ability to monitor one's own and others' feelings, to discriminate among them, and to use this information to 
guide one's thinking and action.” Human resources who have the ability to communicate with each other effectively 
can lead the organization toward success and effectiveness. Therefore, individuals recruited in the organizations 
should be aware of and understand emotions in the self while knowing that who they are, what they believe in, what 
they say, what they think, how they make decisions, how not to get angry, how to control one's emotions in different 
conditions, and how to act with others.  In such a situation, they will be able to recognize and control emotions in 
others (Zhou & George, 2003). 
Conceptual framework 
Emotional intelligence in the workplace 
Workplace is an environment for improving and reforming the traits related to emotional intelligence competencies 
(Cherniss, 2000) such as perception and control of emotions (Mayer, Garuso, & Salovey, 200 a). As Carnavale, 
Gainer and Meltzer (1988) point out, some emotional and social competencies are important in the workplace, 
which include adjustment in the face of the problems, self-management, interpersonal effectiveness, discussion 
skills in the face of different opinions and disagreement (Cherniss, 2000). It improves the performance of the 
organizations, and has an important role in productivity and effectiveness of the organizations; therefore, employees 
with high emotional intelligence are considered invaluable assets (Carmeli, 2003). The present study intended to 
investigate the effect of emotional intelligence. In spite of economic, hierarchical, and management problems in an 
Iranian organizations, especially in the public organizations, can emotional intelligence be a solution for increasing 
job satisfaction and organizational commitment and diminishing occupational stress in the workplace? Are there 
other factors and variables having mediatory roles in the effects of emotional intelligence on organizational 
outcomes such as organizational commitment? 
A research model was, therefore, developed on the basis of theories and previous studies, and paths among the 
variables were proposed in the model, and direct and indirect effects of the relationships were investigated.  
Emotional intelligence and Occupational stress 
Sy, Tram, and O'Hara (2006) and Nikolaou and Tsaousis (2002) maintain that employees with high emotional 
intelligence confront low occupational stress in their job environment, yet employees with low emotional 
intelligence have less self-awareness, and as a result, in the face of difficult conditions, they are not able to cope 
with their feelings and have too much stress which, in turn, has a negative influence on their job satisfaction.  
In one of the few studies exploring the relationship between emotional intelligence and occupational stress, 
Nikolaou and Tsaousis (2002) and Bar-On, Brown, Kirkcaldy, and Thome (2000) investigated the associations 
between the variables in different occupational groups. The results showed a significant negative relationship 
between emotional intelligence and occupational stress. Bar-On et al. (2000) investigated emotional intelligence in 
two occupational groups including police officers and paraprofessional personnel in mental health and child care 
professions. The results of this study indicated that police officers had higher levels of emotional intelligence than 
the other group. Also, Bar-On et al. (2000) suggested that the police officers are more aware of their own feelings 
and understand themselves; consequently they can be more adaptable to stressful events, and choose better coping 
strategies.  
In another study by Aghusto Landa, Lopez-Zafra, Berrios Martos, and Aguilar-Luzon (2008), factors associated 
with emotional intelligence, i.e. attention, clarity, repair, and occupational stress were investigated. The results of 
their study showed that the nurses with high emotional clarity and emotional repair had less levels of stress, yet 
those with high emotional attention had greater levels of stress. Based on this rationale, the hypothesis related to this 
path is:  
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Hypothesis1: emotional intelligence has a direct negative effect on occupational  
stress.  
Emotional intelligence and Job satisfaction   
Emotional intelligence is an important predictor of key organizational outcomes including job satisfaction (Daus and 
Ashkanasy, 2005). According to the theory of  emotional intelligence, a person who is able to understand and is 
aware of one's own feelings, and controls stress, negative emotions (Kafetsios and Zampetakis, 2008),  and feeling 
of frustration, (Sy et al., 2006), can certainly have better relationships with colleagues and supervisors, which ends 
in increasing job satisfaction (Wong and Law, 2002), organizational commitment (Sy et al., 2006) and better job 
performance (Kafetsios and Zampetakis, 2008).  
The results of the study of Kafetsios and Zampetakis (2008) demonstrated that emotional intelligence has a 
significant direct influence on job satisfaction (B= 0/14, p< 0/01). Moreover, there were weak associations between 
some emotional intelligence factors and job satisfaction. The result of other studies (Guleryuz, Guney, Aydin, & 
Asan, 2008; Sy et al., 2006; Carmeli, 2003; and Wong & Law, 2002;) indicated that emotional intelligence has a 
positive strong impact on job satisfaction. Accordingly, the following hypothesis is suggested: 
 Hypotheses 2: emotional intelligence has a positive direct effect on job satisfaction. 
Emotional intelligence and Organizational commitment  
Emotional intelligence has a meaningful relationship with job outcomes such as job satisfaction and organizational 
commitment (Wong and Law, 2002). That is, employees who cannot appraise and regulate their emotions, as 
Abraham (1999) points out, have less organizational commitment. Also, Individuals with high emotional 
intelligence are more committed to their organizations (Nikolaou and Tsaousis, 2002), and have high performance at 
work.  
 A study by Nikolaou and Tsaousis, (2002) showed a strong relationship between some components of emotional 
intelligence and organizational commitment. The results revealed that the use of emotions in emotional intelligence 
had strong links with organizational commitment in spite of the weak and average links between the control of 
emotions and understanding emotions with organizational commitment. Generally, positive correlations were found 
between emotional intelligence and organizational commitment. Also, the researchers stated that emotional 
intelligence is a key factor in increasing organizational commitment. In another study, Carmeli (2003) found that 
affective commitment had positive relationship with emotional intelligence. In fact, employees with high emotional 
intelligence had higher levels of affective commitment and attachment to organization. Furthermore, there was a 
negative relationship between emotional intelligence and continuance commitment, and continued commitment of a 
person with high emotional intelligence decreased. It was found that there was high positive relationship between 
emotional intelligence and affective organizational commitment (B=0/23, p<0/05), yet the relationship between 
emotional intelligence and continuance commitment was not significant (B=-0/12). Likewise, Abraham (2000) 
found that emotional intelligence has a strong relationship with organizational commitment. In contrast, Wong and 
Law (2002) showed that emotional intelligence did not associate significantly with organizational commitment. 
Guleryuz et al. (2008) found too that emotional intelligence does not have significant direct path on organizational 
commitment. But job satisfaction was a mediator between emotional intelligence and organizational commitment. 
This leads to hypothesis three: 
 Hypothesis3: emotional intelligence has a positive direct effect on organizational             
commitment. 
Occupational stress and Job satisfaction 
Stress can bring undesirable impacts on employees through creating low organizational commitment and job 
dissatisfaction (Leather, Beale, & Sullivan, 2003). Antoniou, Davidson, & Cooper (2003) believed that when 
sources of stress increase in job environment, job satisfaction reduces. So, job satisfaction has an important role in 
improving the performance of employees (Munro, Rodwell, & Harding, 1998). Consequently, if there are 
discrepancies between individuals' desires and expectations and condition of their present jobs, negative thoughts 
and dissatisfaction arise at work.  
According to some studies (Johnson, Cooper, Cartwright, Donald, Taylor & Millet, 2005; and Munro et al., 
1998;), employees with low occupational stress have more job satisfaction than employees with high occupational 
stress. As Holdsworth and Cartwright (2003) state, job dissatisfaction is one of the stress sources. For instance, if a 
person is dissatisfied with the structure of the organization, this dissatisfaction culminates in one of the sources of 
job dissatisfaction. The result of some studies (e.g. Sweeney and Quirin, 2009; Lambert, Hogan, Elechi, Jiang, Laux,  
Dupuy, &  Morris, 2009; and Holdsworth and Cartwright, 2003) showed that there is a strong negative relationship 
between occupational stress and job satisfaction. In a study, Sveinsdottir, Biering, and Ramel (2006) suggested that 
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job satisfaction has an average correlation with occupational stress. Antoniou et al., (2003) reported that low job 
satisfaction can be predicted through resources of stress such as demands of the profession and great volume of 
work. Thus, hypothesis four is stated as:  
      Hypothesis 4: occupational stress has a negative direct effect on job satisfaction.  
Job satisfaction and Organizational commitment 
 Paulin, Ferguson, & Bergeron (2006) proposed that job satisfaction influences organizational commitment.Kim, 
Leong, & Lee, (2005) believed that employees with job satisfaction have higher levels of organizational 
commitment than employees with job dissatisfaction.Thus, Mobley (1977) states that if dissatisfaction of employees 
with their works increases, they have intentions to leave the organization for other job conditions 
Employees’ job satisfaction has been related to organization outcomes such as organizational commitment 
(Farkas and Tetrick, 1989). According to some studies (e.g. Yang and Chang, 200; Punnett, Greenidge, & Ramsey, 
2007; and Abraham, 1999) organizational commitment is related to job satisfaction. Some studies (e.g. Deconinck, 
2009; and Rutherford, Boles, Hamwi, Madupalli, & Rutherford, 2009) indicated that some factors of job satisfaction 
(e.g. satisfaction with supervision, satisfaction with overall job, satisfaction with policy and support, and satisfaction 
with pay) were direct indicators of organizational commitment. Several studies (e.g. Deconinck, 2009; Rutherford et 
al., 2009; Sweeney and Quirin, 2009; Guleryuz et al., 2008; and Kim et al., 2005) investigated these two variables in 
research models (structural equation model and path analysis) which confirmed that job satisfaction has a direct and 
positive influence on organizational commitment.  
However, in research models, several studies (e.g. Mor Barak, Levin, Nissly & Lane, 2006; and Wu and Norman, 
2006) suggest that there is a reciprocal and positive relationship between organizational commitment and job 
satisfaction. These findings are not consistent with the theories and previous studies by Draper , Halliday, Jowett, 
Normand, & O'Brien, (2004) which were carried out among NHS (National Health Service) cadets. Results of their 
study showed that job satisfaction has a negative correlation with organizational commitment.  
The hypothesis related to this path is set forth as follows: 
     Hypothesis 5: Job satisfaction has positive and direct effect on organizational     
     commitment. 
Occupational stress and Organizational commitment  
 A number of studies have shown the correlations between role stress and organizational outcomes. For instance, job 
stress has been related to job attitudes, including job satisfaction, affective organizational commitment, and turnover 
intentions(Sweeney, and Quirin, 2009). It also has negative influence on employees, such as, lower job satisfaction 
and, increased chances of burnout, higher rates of absenteeism, raised turnover intent, and an increased risk for 
health problems (Lambert et al., 2009).  
    Mathieu and Zajac (1990) posit that highly committed employees feel the effects of stress more than less 
committed employees do. They might experience more negative reactions to such stressors than less committedones 
(Meyer et al., 2002). However, not few studies suggest an inverse association between work stress and 
organizational commitment (e.g. Boyas, and Wind, 2010; Lambert et al., 2009; and Nikolaou and Tsaousis, 2002).
Sweeney and Quirin (2009) found that occupational stress did not have any significant direct effect on affective 
commitment, yet job satisfaction was a mediator between job stress and affective commitment. Darwish (2002) 
found that job satisfaction directly and positively influences affective and normative commitment and negatively 
influences continuance commitment. Also, job satisfaction mediates the influences of occupational stress on various 
facets of organizational commitment, except continuance commitment.  
This leads to hypothesis six: 
     Hypothesis 6: occupational stress has a negative direct effect on organizational      
     commitment  
Emotional Intelligence (EI) can all be considered as major reasons for the above mentioned situations in an 
organization. Emotional intelligence (EI) skills and competencies are considered necessary for workplace success, 
job performance, and effective leadership (Bar-On, 2006). This study specifically is focused on emotional 
intelligence and it is considered as a possible factor influencing job stress, job satisfaction, and organizational 
commitment at workplace.  Considering the literature, the following questions were proposed for indirect paths in 
the suggestive model: 
Question 1: Does emotional intelligence, with mediatory role of occupational     
stress, have an indirect effect on job satisfaction?  
Question 2: Does emotional intelligence, with mediatory role of job satisfaction,  
have an indirect effect on organizational commitment? 
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Question 3: Does occupational stress, with mediatory role of job satisfaction, have  
an indirect effect on organizational commitment? 
The initial model of the research is presented in Fig. 1. 
 
Fig.1. Research model 
 
Method  
Sample 
Participants of the study included 234 employees who were working full time in the Ministry of Science, Research, 
and Technology in Iran for at least one year. In order to increase the variance and, in turn, to increase factor loadings 
in Factor Analysis Method, (Kline, 2001), a heterogeneous sample, that is, employees with different educational 
degrees, employment conditions, and experiences was used in the present study. For factor analysis, Guilford (1956) 
proposes 200 as the least sample size possible (Kline, 2001), and Kline (2001) states that the sample size of 100 is 
sufficient. Also, Bentler and Chou (1988) suggest that 15 cases for each variable are adequate in path analysis 
method. Therefore, the sample size was large enough for the statistical methods. The sample was chosen through 
random sampling and proportional stratified sampling. Because the population had eight substructures, the 
researchers observed the substructures in sample. 
Missing values 
According Garson (2008), missing values should be 0.05 or less for each case. It means that if there is not 0.05 or 
more of data related to a case, it should be omitted because complete data without missing values is needed. In this 
study, List wise Method was used and all cases having more than 0.05 missing data were omitted in the analysis. 
Having omitted the missing data, the sample size decreased to 201 cases.  
Measures 
The variables measured in this study included emotional intelligence, occupational stress, job satisfaction, and 
organizational commitment. To be consistent with past researches, the questionnaires were translated and 
normalized regarding the language and society to be used in Iran.  
Emotional intelligence (IE) 
The Trait Meta Mood Scale (TMMS) was developed by Salovey and his colleagues (1995). The Persian version of 
the TMMS was administered by Ghorbani, Bing, Watson, Davison, and Mack (2002). It was used with Iranian 
samples in their study on construct similarity and functional dissimilarity of higher-order processing in Iran and the 
United States. On 5-point scales, it evaluated the participants EI. Including 30 items, TMMS measures three 
interpersonal factors of emotional attention, emotional clarity, and emotional repair (Mayer, Salovey, Coruso, 2000) 
b. In this study, based on the results of an exploratory factor analysis, three factors were extracted. The items with 
low loadings were omitted. Besides, the items which decreased the alpha and those which had evenly distributed 
loadings were deleted. Coefficient alpha for the extracted factors, i.e., 'attention', 'clarity', and 'repair', were 0.73, 
0.76, and 0.60 respectively.   
Occupational stress 
The participants completed the scale of work stressors for employees developed by Askari Bigdeli (2003). This 
scale consists of 30 indicators referring to different situations that cause or may cause stress in employees. Some of 
the indicators were omitted in Askari Bigdeli's (2003) research. Residual indicators with 8 factors were not standard. 
As a result, the questionnaire was standardized in this study. Therefore, exploratory factor analysis was run, and 
strong and fit factors were obtained. Three factors of 'uncertain duty', 'workplace conditions', and 'relationships with 
supervisors and managers' were extracted. Items with low loadings were omitted. Besides, the items which 
decreased the alpha and those which had evenly distributed loadings were deleted. Coefficient alpha for 'uncertain 
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duty' was 0.66, and the value for 'workplace conditions' and 'relationships with supervisors and managers' were 0.72 
and 0.61.        
Job satisfaction  
Job satisfaction was measured by Job- Descriptive Index (JDI) developed by Smith et al (1969). The Persian version 
of the JDI was administered by Arshadi and Shokrkon (1990) (Haghighat Joo, 2005). It measures five factors: 
Satisfaction with work itself (18 questions); Satisfaction with supervisor (18 questions); Satisfaction with co-
workers (18 questions); Satisfaction with salary (9 questions); and Satisfaction with opportunities for promotion (9 
questions). The instrument was on a three-point rating scale: 1- yes, 2- uncertain, 3- no. Based on the results of an 
exploratory factor analysis, five dimensions of the construct were found.  The items were assigned to indicators on 
the relative size of their factor loadings and distribute items across indicators. Coefficient alpha for the factors were 
as follows: 'Satisfaction with work itself': 0.88, 'Satisfaction with supervisor': 0.89, 'Satisfaction with co-workers': 
0.86, 'Satisfaction with salary': 0.77, and 'Satisfaction with opportunities for promotion': 0.83. 
Organizational commitment 
Organizational commitment was measured with Organizational Commitment Questionnaire (OCQ) developed by 
Allen and Mayer (1987). The Persian version of it was administered by Shokrkon and Samiee (Haghighat Joo, 
2005). The instrument included 24 items investigating three dimensions: Affective commitment, continuance 
commitment, and normative commitment. A seven-point likert scale was used with anchors ranging from 1 (strongly 
disagree) to 7 (strongly agree). Based on the results of an exploratory factor analysis, three dimensions of this 
construct were created. Several items were deleted regarding the relative size of their factor loadings and reduction 
of the alpha in to evenly distribute items across indicators. Internal reliability coefficient was 0.78 for affective 
commitment, 0.77 for continuance commitment, and 0.65 for normative commitment. 
 
Results 
Assessment of measures 
Reliability and validity of measures and the connected factors were estimated as a preliminary step by exploratory 
factor analysis. In the next step, a confirmatory factor analysis (first-order and second-order) (LISREL 8.53; 
Joreskog and Sorbom, 2002) was run to confirm the obtained factor construct. With some measurement scales, 
modification indices, i.e. deleting some of the indicators, were used for obtaining acceptable fit. The parameter 
estimates, t-values, and Goodness of fit index in the first order confirmatory factor analysis for emotional 
intelligence, occupational stress, and organizational commitment revealed good fit of the data, and there was an 
acceptable fit of data in the job satisfaction. At the end, second-order confirmatory factor analyses were used for all 
variables except organizational commitment assuming that the factors are not correlated together. According to 
Kline (2001), when first-order factors are oblique (assumed factors are correlation), second-order confirmatory 
factor analysis can be used. Therefore, when first-order factors (like emotional intelligence dimensions; attention, 
clarity, and repair) are explained with a higher-order factor structure (like emotional intelligence), they are 
considered as a part of second-order confirmatory factor analysis (Schumacker & Lomax, 2004). Factors of 
organizational commitment did not correlate together; therefore, oblique rotation method and second-order factor 
analysis could not be utilized in the exploratory factor analysis for them (Kline, 2001).  
    Standardized solutions, t-value, and goodness of fit index in the second-order confirmatory factor analysis 
revealed an almost good fit of the data with the model.  In emotional intelligence, the repair factor explained only 
17% of the variance, and factors of 'attention' and 'clarity' explained 21% of it. In occupational stress, factors of 
uncertain duty, workplace condition, and relationships with supervisors and managers explained 45%, 61%, and 
63% of the variance respectively, and in job satisfaction, the factor of co-workers explained only 6% of the variance 
and the factor of promotions explained 70% of the variance.  
 Assessment of research model  
    After assessing the reliability and validity of the measure, the initial model (fig. 1) was evaluated. Table 1 
presents means, standards deviations, and the variable intercorrelations. 
Table 1. Descriptive statistics and intercorrelations among constructs 
Variables Mean SD 1 2 3 4 
1. Emotional intelligence 31.99 5.86 1.00    
2. Occupational stress 40.32 12.81 0.05 1.00   
3. Job satisfaction 56.53 18.76 0.02 -0.32* 1.00  
4. Organizational commitment 37.34 7.08 0.13 -0.21* 0.42* 1.00 
1971Samaneh Aghdasi et al. / Procedia - Social and Behavioral Sciences 29 (2011) 1965 – 1976
    Note. N = 201; All correlation significant at* p < 0.05 
 
    The table reveals that occupational stress is significantly related to organizational commitment. However, the 
analysis of the research model depicted in Figure 1 revealed that the direct effect of occupational stress on 
organizational commitment is small (-0.08). hence, H6 is supposed to equal zero. Consequently, the path was not 
investigated in the present research
   According to Pedhazur (1982, p. 615) When in a just- identified model, a model with equal number of equations 
and parameters which provides a unique solution for each of them, certain paths are deleted, the model becomes 
overidentified. Therefore, the deletion of paths reflects that the above mentioned hypotheses are regarded as 
overidentifying restrictions.  
 
 
 
 
 
 
 
 
 
  Table 2. Path analysis results          
Dependent Independent    Associated   
variable variable hypothesis Initial model  full model 
   B t-value R-square  B t-value R-square 
OS EI H1 0.60 0.0028   - -  
 EI H2 0.04 0.47   - -  
JS     0.11    0.15 
 OS H4 -0.33 -4.02*   -0.39 -5.21*  
 EI H3 0.14 1.79   - -  
OC     0.20    0.16 
 JS H5 0.43 5.53*   0.40 5.40*  
e. N: 201; EI, Emotional Intelligence; OS, Occupational Stress; JS,  Job Satisfaction; OC, Organizational Commitment 
value is statistically significant at the 0.05 level. 
 
7KHLQGLFDWRURIVWDQGDUGL]HGFRHIILFLHQWVȕW-value, and R-square of each of the constructs in the research model 
and the modification model are shown in Table 2. TheȤ2 statistic was not significant in the initial model, Ȥ2(p=0.34,df 
=1) = 0.92), and WKHILW LQGLFHVZHUHTXLWHJRRG$Ȥ2/df ratio of  0.92. Although the index ratio does not have any 
defined criteria for an acceptable model, the less the values, the better the fit of the data. Of course, Koufterose and 
Morcoulides (2006) point out that Ȥ2/df < 2 is usually a good index for good fit of the data. Therefore, the ratio was 
regarded as a good fit. Other fit measures indicate good fit to the data: (GFI=1, AGFI=0.97, CFI=1, RMSEA=0.00, 
SRMR=0.022). The standardized parameter estimates for the research model are reported in Table 2. The H1, H2, H3 
state that emotional intelligence has a direct negative effect on occupational stress, and a direct and positive effect 
on job satisfaction and organizational commitment. However, the research model revealed that emotional 
intelligence does not have any direct effects on dependent variables. Moreover, occupational stress has a statistically 
significant direct negative effect on job satisfaction (ȕ=-0.33, t=-4.02), therefore H4 is supported. Finally, as Table 2 
indicates, job satisfaction, as predicted in H5, has a statistically significant direct positive effect on organizational 
commitment (ȕ= 0.43, t=5.53). The research model explains 0.0028, 11%, and 20% of the variation in occupational 
stress, job satisfaction, and organizational commitment.         
    The variables of indirect effects were also propounded in three research questions. Table 3 reveals that the 
indirect effect of emotional intelligence on job satisfaction through occupational stress is not statistically significant. 
The indirect effect of emotional intelligence on organizational commitment through job satisfaction is not 
statistically significant, too (see Table 3). However, the effect of occupational stress on organizational commitment 
through job satisfaction is significantly negative.  
Table 3. Analysis of indirect effects 
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Indirect effect Initial model  Full model 
 Indirect effect t-value  Indirect effect t-value 
 coefficient   coefficient  
EI on JS -0.02 0.60  - - 
via OS      
EI on OC 0.01 0.24  - - 
via JS      
OS on OC -0.14 -3.25*  -0.16 -3.75*        
via JS      
Note. N= 201; Indirect effect coefficients were calculated using underestandize path coefficients. EI, Emotional Intelligence; OS, 
Occupational Stress; JS, Job Satisfaction; OC, Organizational Commitment. 
* t-value is statistically significant at the 0.05 level. 
Regarding the key variable, i.e. emotional intelligence, the results indicated that the variable does not have any 
significant direct and indirect effects on other variables in the model. Therefore, modification indices were used, and 
emotional intelligence was omitted in the research model. The role of occupational stress was changed into an 
independent exogenous variable in the modified model (see Tables 2 and 3).  
     As Fig 2 shows, direct and indirect paths (indirect effect of job stress on organizational commitment with the 
mediatory role of job satisfaction) are significant. (ȕ = -0.16, t = -3.75).  
 
 Fig 2. Modification model  
(significant relationships between occupational stress, job satisfaction, and  
organizational commitment) standardized coefficients (beta) ȕ are reported. *p< 0.05 
 
     In general, the research model was modified and the UROH RI MRE VWUHVV ZDV FKDQJHG 7KH Ȥ2 statistic was 
insignificant in the modification model,  
Ȥ2 (p=0.53, df=1  DQGWKHILWLQGLFHVZHUHTXLWHJRRG$Ȥ2/df ratio of 0/39 indicated a good fit. Other fit measures 
indicated good fit to the data (GFI=1, AGFI=0.99, CFI=1, RMSEA=0.00, SRMR= 0.017). 
 
Discussion  
 The present study developed and tested a causal model which investigated the effect of some important factors on 
the employees’ productivity and effectiveness. Specifically, it investigated the effect of emotional intelligence, 
occupational stress, and job satisfaction on organizational commitment in one of the major organizations in Iran. In 
the model proposed by most of the researchers data were analyzed through Path Analysis method. In this study, data 
were collected using direct observation and non-purposeful interviews. In addition to the causal model, the effects of 
factors on each other were also studied. Contrary to the previous empirical findings and commonly held beliefs, the 
findings of this study show that emotional intelligence does not have any direct and indirect effects on occupational 
stress, job satisfaction, and organizational commitment. Moreover, the results of the path analysis revealed that 
occupational stress had a significant negative impact on the job satisfaction of the sampled employees, and job 
satisfaction positively influenced organizational commitment. It was also found that only occupational stress had an 
indirect negative effect on organizational commitment through job satisfaction.  
Explanation 
A question was proposed to respond why direct and indirect impacts of emotional intelligence were non-significant 
in all model variables, while the previous researches showed that it had at least a direct relationship with other 
variables. Were the instruments not suitable? Or did the participants answer superficially? Some possible 
explanations are as follows:   
    A possible explanation for the non-significant effect of emotional intelligence on other variables in the research 
model could be found within the theory of emotional intelligence itself. Mayar et al. (2000)a,b defined emotional 
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intelligence as the ability to perceive, understand, regulate and monitor emotions in the self and others. In simple 
words, emotional intelligence has the same meaning as self-knowledge, self-awareness, and knowing others. 
Maslow’s theory of hierarchy of needs could be presented as one of the theories related to job satisfaction. Maslow 
believes that the lowest level needs are physiological needs and safety, and the highest level of needs is self-
actualization. It could be argued that a person with the ability of emotional intelligence gets to the stage of self-
actualization. Just as Maslow clearly states, if needs of the lower level are satisfied, higher level needs show off. 
Therefore, in the job environment, if needs such as payment, job security, respect toward coworkers, manager, 
customers and organization's contract are not satisfied, the higher level of needs (i.e. self-actualization) and attention 
to oneself would not be satisfied. In an environment, where there are not enough economic growth and facilitation, 
the employees' lower level needs are not satisfied perfectly and fundamentally. Consequently, higher level needs do 
not show off and the individuals' needs are left at lower level needs. So, they can never be satisfied with high level 
of needs (Robbins, 2005).             
    Nowadays, emotional intelligence is recognized as one of the solutions for increasing job satisfaction and 
organizational commitment and reducing occupational stress among the experts. However, the ability would be 
useful and beneficial if lower level needs are satisfied. Relative familiarity of the researchers with the target 
organization and the conversations with employees during data collection indicated that lower level needs were not 
satisfied and higher level of needs were not noticed.  Some characteristics regarding the structure of the organization 
leading to such a situation are mentioned:  
     -The organization investigated in the study was a public organization. In a public   organization, decision-making 
is usually top-down and exclusive of employees. Thus, specifications of the organizational structure and cultural 
factors of public organizations should be taken into consideration.  
   - Inadequacy of the payment and delay in its delivery: (the researchers noticed employees whose salaries were 
either postponed or were not enough for their expenses.), 
     -Lack of feelings of usefulness and motivation among employees: perhaps some employees were not in jobs 
related to their expert knowledge and interests.  
   -Negative attitudes towards the environment of the organization: some employees believed that facilities available 
are not suitable for the organization. 
    -Disloyalty for the organization: the employees believed that they did not have job security in spite of years of 
cooperation with organization while the organization recruited a lot of new members with job security and good 
condition in the summer 2007 (time of research performance).  
    -No relationship with the managers and supervisors, and lack of effective and skillful managers: a number of 
employees stated that their supervisor is just concerned with their jobs as if the employees are robots lacking any 
emotions and feelings. A group of employees claimed that presence and absence of the manager was not important 
to them. Also, they believed that they are more skillful than their manager. Some of the employees stated that, like 
other people, they see their managers just in the media.  
    -Inaccessible managers: As observations showed, senior manager’s entrance door was electrical. Therefore, 
customers or employees could not converse directly with senior managers, and the secretary was always an 
intermediary person in this relationship. 
   How do the above-mentioned factors relate to the non-significant effect of emotional intelligence on other 
variables of the model? According to experts like Salovey -Date of communication; 2008/2/9- it could be stated, as a 
possible explanation, that the impact of emotional intelligence is not the same in different cultures. Many studies are 
carried out in developed countries such as United Stated, Canada, Australia, England, Spain, China, etc. But job 
environment, culture and organizational health, and office structure in developing countries are different from those 
in developed countries. Besides cultural differences, in job environments in developed countries, primary levels of 
needs are satisfied which include payment, job security, making relationship with manager, and opportunities for 
promotion and progress. Thus, the employees do pay attention to their higher levels of needs. But in the organization 
investigated in this study and maybe in other similar organizations, the employees' primary needs are not satisfied 
because of unfavorable work conditions and structural and organizational problems. In other words, employees in 
developing countries focus on satisfying primary needs such as salary and job security. Can employees of such 
organizations pay any attention to self-knowledge and self-actualization while their primary needs are not satisfied? 
Are employees influenced by their organizational culture and climate?  
    It cannot be claimed that the findings of the present study are contrary to and do not coordinate with previous 
studies. Preceding researches indicate that there is a reverse relationship between emotional intelligence and 
occupational stress, and there is a positive association among emotional intelligence, job satisfaction, and 
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organizational commitment. But, according to the results of this study, emotional intelligence does not have any 
effects on any variable. This can be explained with regard to the climate and condition of the organization 
investigated in the study as emotional intelligence does not have an important role in an organization with high 
occupational stress, and low job satisfaction and low organizational commitment. Regarding the low level of 
emotional intelligence, another possible explanation is that low level of emotional intelligence increases 
occupational stress, decreases job satisfaction, and reduces organizational commitment.  
Limitations of the study and suggestions for future research   
This study was limited by several factors that should be addressed in future research. The first limitation is that the 
employees answered four questionnaires in a limited time. Completing four questionnaires simultaneously could 
have made the participants tired. To obviate this problem, the researchers made the goals of the study clear and 
attempted to motivate the participants, but they might have not been successful in doing so. Another limitation is 
that some parts of the questionnaires were related to the organization, coworkers, supervisors and managers. 
Consequently, the employees might acted conservatively (answer non-truthfulness, or do not answer) on the 
questions.   
     Further studies may replicate this study in a private organization and compare the findings with the results of this 
study. Also, gender can be used as a moderator variable in this context. Finally, future researches could be 
conducted by use of experimental research design. 
Acknowledgments 
We would like to acknowledge the constructive suggestions made by Professor P. Salovey and J. Mayer on earlier 
drafts of this study. We would also like to thank professor G. Marcoulides for his help in data analysis. 
 References 
Abraham, R.  (2000).  The role of job control as a moderator of emotional dissonance and emotional intelligence-
outcome relationships.  The Journal of Psychology, 134(2),  169-184. 
Abraham,  R.  (1999).  The impact of emotional dissonance on organizational commitment and intention to turnover.  
The Journal of Psychology, 133(4),  441-455. 
Antoniou, A-S.G.,  Davidson,  M.J., & Cooper,  C.L.  (2003).  Occupational stress, job satisfaction and health state in 
male and female junior hospital doctors in Greece. Journal of Managerial psychology, 18(6), 592- 621.  
Askari Bigdeli,  M. (2003). A study of relationship between some kinds of social supports and administration 
occupational stress in public schools at different educational levels in Mamasani City, 2002-3.  Unpublished M.A 
Thesis,  Tarbiat Moallem University,  Tehran.  
Augusto Landa,  J.  M.,  Lopez-Zafra,  E.,  Berrios Martos,  M.  P.  & Aguilar-Luzon,  M.  C.   (2008).  The 
relationship between emotional intelligence, occupational stress and health in nurses: A questionnaire survey.  
International Journal of Nursing Studies, 45(6),  888-901.  
Bar-On,  R.  (2006).  The Bar-On model of emotional-social intelligence (ESI).  Psicothema, 18, supl., 13-25. 
Bar- On,  R.,  Brown,  J.M.,  Kirkcaldy,  B.D.,  & Thome,  E.P.  (2000).  Emotional expression and implications for 
occupational stress; an application of the Emotional Quotient Inventory (EQ-i).  Personality and Individual 
Differences, 28,  1107- 1118.  
Bentler, P.  M. & Chou, C.  P. (1988). Practical issues in structural modeling. In J.  S.  long (Ed.), common 
problems/proper solutions (pp.161-192). Bererly Hills, CA: Sage.  
Boyas,  J.  & Wind,  L.  H.  (2010).  Employment-based social capital, job stress, and employee burnout: A public 
child welfare employee structural model. Children and Youth Services Review, 32,  380-388.  
Carmeli,  A.  (2003).  The relationship between emotional intelligence and work attitudes, behaviour and outcomes: 
An examination among senior managers.  Journal of Managerial psychology, 18(8), 788- 813.  
Cherniss,  C.  (2000).  Social and emotional competence in the workplace.  In R. Bar-On  & J.  D.  A. Parker  (Eds.),  
The Handbook of Emotional Intelligence,  Jossey-Bass,  New York,   NY. 
Darwish,  A.  Y.  (2002).  Job satisfaction as a mediator of the relationship between role stressors and organizational 
commitment: A study from an Arabic cultural perspective.  Journal of Managerial Psychology, 17(4),  250-266.  
Daus,  C.  S.,  & Ashkanasy,  N.  M.  (2005).  The case for the ability-based model of emotional intelligence in 
organizational behavior.  Journal of Organizational behavior, 26(4), 453-466.  
Draper,  J.,  Halliday,  D.,  Jowett,  S.,  Norman,  I.,  Watson,  R.,  Wilson-Barnett,  J.,  Normand,  C.  & O’Brien,  K.  
(2004).  NHS cadet schemes: student experience, commitment, job satisfaction and job stress.  Nurse Education 
Today, 24,  219-228.  
Deconinck, J.B. (2009).  The effect of leader-member exchange on turnover among retail buyers.  Journal of Business 
Research, 62(11),  1081- 1086.  
1975Samaneh Aghdasi et al. / Procedia - Social and Behavioral Sciences 29 (2011) 1965 – 1976
Farkas,  A.J., &  Tetrick,  L.E.  (1989. A three-wave longitudinal analysis of the causal ordering of satisfaction and
commitment on turnover decisions.  Journal of Applied Psychology 74, 855868. 
Garson, G. D. (2008). Data imputation for missing values. Last updated: 1/17/08.  
http://www.chass.ncsu.ed/garson/missing values/ htm 
Ghorbani,  N.,  Bing,  N.,  Watson,  P.J.,  Davison,  H.K.,  & Mack,  D.A.  (2002).  Self-reported emotional 
intelligence: Construct similarity and functional dissimilarity of higher-order processing in Iran and The United 
States.  International Journal of psychology, 37(5), 297-308(12).  
Guleryuz,  G.,  Guney,  S.,  Aydin,  E.M.,  & Asan,  O. (2008).  The mediating effect of job satisfaction between 
emotional intelligence and organizational commitment of nurses: A questionnaire survey.  International Journal 
of Nursing Studies, 45,  1625-1635.  
Haghighat Joo,  F.  (2005).  Comparing the effects of teaching LMX theory with and without counseling services on 
personnel’s job attitudes and organizational citizenship behavior in central offices of tax department in Tehran.  
PhD dissertation, Tarbiat Moallem University, Tehran.  
Holdsworth,  L.  & Cartwright,  S.  (2003).  Empowerment, stress and satisfaction: an exploratory study of a call 
centre. Leadership & Organization Development Journal, 24/3, 131-140.  
Johnson, S., Cooper, C., Cartwright, S., Donald, I., Taylor, P., & Millet, C. (2005).  The experience of work-related 
stress across occupations. Journal of Managerial Psychology,  20 (2), 178-187.  
Joreskog,  K.  G.  & Sorbom,  D.  (2002).  LISREL 8.53, Scientific Software International. 
Kafetsios, K., & Zampetakis, L.A. (2008).  Emotional intelligence and job satisfaction: Testing the mediatory role of 
positive and negative affective at work.  Personality Individual Differences, 44(3), 712-722.  
Kim,  W.G.,  Leong,  J.K.,  & Lee,  Y-K.  (2005).  Effect of service orientation on job satisfaction, organizational 
commitment, and intention of leaving in a casual dining chain restaurant. Hospitality management, 24, 171-193.  
Kline,  P.  (2001).  An easy guide to factor analysis.  Translated by:  S.J.,  Sadrossadat  & A.  Minaei,  SAMT,Tehran,  
First Edition.  
Koufteros,  X.  & Marcoulides,  G.  A.  (2006).  Product development practices and performance: A structural 
equation modeling-based multi-group analysis. International Journal of Production Economics, 103,  286-307.  
Lambert,  E.  G.,  Hogan,  N.  L.,  Elechi.  O.  O.,  Jiang,  S.,  Laux,  J.  M.  Dupuy, P., & Morris, A.  (2009). A 
further examination of antecedents of correctional staff life satisfaction. The Social Science Journal, 46,  689–
706. 
Leather, P., Beale, D., & Sullivan, L. (2003).  Noise, psychosocial stress and their interaction in the workplace.  
Journal of Environmental Psychology, 23,  213-222.  
Lopes,  P.  N.,  Grewal,  D.,  Kadis,  J.,  Gall,  M.  & Salovey,  P.  (2006).  Evidence that emotional intelligence is 
related to job performance and affect and attitudes at work. Psicothema, 18,  132-138.  
Mathieu,  J.E.,  & Zajac, D.M.  (1990).  A review and meta-analysis of the antecedents, correlates, and consequences 
of organizational commitment.  Psychological Bulletin, 108 (2),   171–194. 
Mayer,  J.D.,  Salovey, P.  & Coruso,  D.R. (2000)a.  Models of emotional intelligence.  In R.J. Sternberg (Ed.),  The 
handbook of intelligence (pp.396-420).  New York: Cambridge university Press.  In  P.  Salovey  & J.  D.  
Mayer (Eds.),  (2004).  Emotional intelligence key readings on the Mayer and Salovey Model.  DUDE. 
Mayer, J.D., Salovey, P.  & Coruso,  D.R.  (2000b. Emotional intelligence as zeitgeist, as personality, and as a 
mental ability. In R. Bar-On &  J.  D.  A. Parker (Eds.),  The Handbook of Emotional Intelligence,  Jossey-Bass,  
New York,  NY. 
Meyer,  J.P.,  Stanley,  D.J.,  Herscovitch,  L.,  & Topolnytsky,  L. (2002). Affective, continuance and normative 
commitment to the organization: A meta-analysis of antecedents, correlates and consequences. Journal of 
Vocational Behavior, 61,  20–52. 
Mobley, W.H., (1977). Intermediate linkages in the relationship between job satisfaction and employee turnover.  
Journal of Applied Psychology, 62 (2),  237-240. 
Mor Barak,  M.E.,  Levin, A.,  Nissly,  J.A.,  & Lane,  C.J.  (2006). Why do they leave? Modeling child welfare 
workers’ turnover intentions.  Children and Youth Services Review, 28,  548-577.  
Munro, L., Rodwell,  L., & Harding,  L. (1998). Assessing occupational stress in psychiatric nurses using the full job 
strain model: the value of social support to nurses. International Journal of nursing Studies,  35,  339-345.  
Nikolaou, I., & Tsaousis, I. (2002).  Emotional intelligence in the workplace: Exploring its effects on occupational 
stress and organizational commitment.  The International Journal of Organizational Analysis, 10(4),  327-342.  
Paulin, M., Ferguson,  R.J.,  & Bergeron,  J. (2006).  Service climate and organizational commitment: The importance 
of customer linkages.  Journal of Business Research, 59,  906-915.  
1976  Samaneh Aghdasi et al. / Procedia - Social and Behavioral Sciences 29 (2011) 1965 – 1976
Pedhazur,  E.  J. (1982).  Multiple regression in behavioral research.  Harcourt brace college publishers.  Second 
Edition.  
Punnett,  B.J.,  Greenidge,  D.  & Ramsey,  J.  (2007).  Job attitudes and absenteeism: A study in the English speaking 
Caribbean.  Journal of World Business, 42,  214-227.  
Robbins, S.P. (2005). Essentials of organizational behavior.  Translated by: A. Parsayan & S.M. Aarabi.  Cultural 
Research Bureau, Tehran,  Eleventh Edition.  
Rutherford,  B.,  Boles,  J.,  Hamwi, G.A.,  Madupalli,  R.,  & Rutherford,  L.  (2009). The role of the seven 
dimensions of job satisfaction in salesperson's attitudes and behaviors. Journal of Business Research, 62, 1146-
1151.  
Salovey,  P., & Mayer,  J.D.  (1990).  Emotional intelligence.  Imagination, Cognition, and Personality, 9,  185-211. 
Scarborough, D., & Somers,  M.J.  (2006).  Neural networks in organizational research: Applying pattern recognition 
to the analysis of organizational behavior.  Washington, DC, US: American Psychological Association.  
Schumacker,  R.E.,  & Lomax,  R.G.  (2004).  A beginner's guide to structural equation modeling, Second edition.  
Mahwah, NJ: Lawrence Erlbaum Associates. 
Sveinsdottir,  H.,  Biering,  P., & Ramel, A. (2006). Occupational stress, job satisfaction, and working environment 
among Icelandic nurses: A cross-sectional questionnaire survey.  International Journal of Nursing Studies, 43,  
875-889.  
Sweeney,  J.T., & Quirin,  J.J.  (2009).  Accountants as layoff survivors: A research note. Accounting, organizations 
and society. 34, 787-795.  
Sy,  T., Tram,  S.,  & O’Hara,  L.A.  (2006).  Relation of employee and manager emotional intelligence to job 
satisfaction and performance.  Journal of Vocational Behaviour, 68,   461-473.  
Wong,  C-S., &  Law,  K.S. (2002). The effects of leader and follower emotional intelligence on performance and 
attitude: An exploratory study.  The Leadership Quarterly, 13,  243-274.  
Wu,  L.,  & Norman,  I.J. (2006).  An investigation of job satisfaction, organizational commitment and role conflict 
and ambiguity in a sample of Chinese Undergraduate nursing students.  Nurse Education today, 26, 304-314.  
Yang, F-H., & Chang, C-C. (2008).  Emotional labour, job satisfaction and organizational commitment amongst 
clinical nurses: A questionnaire survey.  International Journal of Nursing Studies, 45(6), 879-887.  
Zhou, J., & George,  J.M. (2003). Awakening employee creativity: the role of leader emotional intelligence. The 
Leadership Quarterly, 14, 545-568.  
